Occupational segregation by gender remains widespread and explains a significant part of the gender wage gap. We examine the explanation that heterogeneity in preferences for wages and occupational prestige leads to gender differences in occupational choices. In self-reports, women express a stronger preference than men for occupations that are more valuable to society, which we hypothesize leads women to place a relatively greater weight than men on the occupational prestige of their occupation. Using a unique data set from Denmark, we find support for this hypothesis. Gender differences are most pronounced among individuals from lower socioeconomic backgrounds.
Introduction
Women still earn less than men in most if not all countries (Anker, 1997; Blau, 2012) . Up to one half of this gender pay gap can be explained by gender differences in occupational choice, commonly referred to as occupational segregation (Blau and Kahn, 2007 ; see also Hellerstein et al., 2008, and Bayard et al., 2003) .Women's educational attainment has increased dramatically over the last decades, gender roles in society have changed and women's labor force attachment has increased in most industrialized countries (Blau, 2012, Blau and Kahn, 2000; Goldin et al., 2006) . Young women today expect to be working throughout their lifetimes, albeit with intermittent absences for child bearing and rearing (Goldin, 2006) , and women and men tend to choose different occupations even with the same level and type of education (Shauman 2006 ).
This makes the traditional explanations of differences in human capital and expected labor force attachment less applicable, especially for young people. 2 Our focus in this paper is on exploring whether young women and men choose different occupations because of heterogeneity in preferences over attributes of occupations. Up to now, research has mostly considered women's traditionally stronger preference for occupational attributes that make work more compatible with child rearing, such as shorter or more flexible work hours. In this paper, we consider a very different type of occupational attribute. We focus specifically on differences in how women and men trade off wage and occupational prestige, and 2 In addition to the explanations of differences in human capital (Anker, 1997) , expected labor force attachment (Polachek, 1981) , and social roles (Eccles, 1994) , recent studies have aimed at explaining occupational segregation with differences in non-cognitive skills (CobbClark and Tan, 2011; Grove, Hussey, and Jetter, 2011) and differences in preferences for competition (Kleinjans, 2009) , and found generally small but statistically significant effects. how much wages differ as a result. Women express a stronger preference than men for occupations that are deemed useful to society (see, for example, Fortin 2008; Grove, Hussey, and Jetter, 2011; Marini et al., 1996) . 3 Hence, women likely place greater weight than men on the social value of their occupation. 4 If occupational prestige is related to the social value bestowed on an occupation, women should be more likely to choose occupations with higher prestige than men. Compensating variation leads to lower wages in occupations with higher prestige. Thus, if women sort into occupations with higher occupational prestige, their wages will be lower than those of men. To investigate this hypothesis, we analyze whether there are gender differences in the relative importance of occupational prestige for occupational choice, and whether this difference can explain part of the observed gender wage gap resulting from occupational segregation.
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Our results improve our understanding of reasons for occupational segregation.
Furthermore, they shed light on the transmission mechanisms through which gender differences lead to differences in economic outcomes. In particular, if gender differences in preferences for wages and occupational prestige are the result of gender roles (and we find support for this interpretation), our findings can explain the mechanism by which gender roles lead to differences in occupational choices and, as a result, differences in wages.
In traditional economic models, occupational choice depends on expected wages and the cost of attaining an occupation. Sociologists -and, more recently, economists -have stressed the importance of other factors for occupational choice Weiss, 1993 and Jacobs et al., 2006; Rothstein and Rouse, 2007) . These include parental expectations and social norms, and non-monetary benefits, such as the social status of an occupation.
Occupational prestige (sometimes also referred to as social prestige) is defined as the social standing given to those holding a specific occupation (Hauser and Warren 1997) . The occupational prestige assigned to an occupation is stable over time and similar across countries and different population subgroups, including gender (Anker, 1982; Treiman, 1977; Warren, Sheridan and Hauser, 1997) . Although occupational prestige is highly correlated with wages, ability and educational requirements (Chartrand et al., 1987) , occupational prestige measures cannot be explained solely by those variables. In some ways related to the notion of social status used by economists to proxy relative social standing (see, e.g., Dolton, Makepeace, and van der Klaauw, 1989; Fershtman and Weiss, 1998) , 6 we think of the occupational prestige of an occupation as reflecting its perceived contribution to society (see also Anker, 1982) . However, 6 Social status is generally a composite measure derived from occupational prestige, salaries, and sometimes the educational level of those holding the occupation (see Warren, Sheridan, and Hauser, 1998; and Hauser and Warren, 1997 Individuals benefit because contributing to society provides altruistic rewards (Fortin, 2008) , that is, direct utility. Consequently, since women express stronger preferences for occupations that are deemed valuable to society women care more about occupational prestige than men.
In this paper, we are only able to speculate on the underlying reasons for these gender differences in preferences. Our findings are consistent with the explanation that they result directly or indirectly from gender role socialization. This could be through its effect on preferences (Eccles, 1994) , discrimination by teachers or employers for non-traditional choices, 7 or the resulting lack of role models in non-traditional occupations (Blau, Ferber, and Winkler, 2010) . It is also possible, however, that these preference differences result from gender differences in evolutionary advantages from altruistic behavior (Campbell, 2003) , among other potential explanations. In this paper, we study how differences in preference for occupational prestige and wages affect occupational choice. Understanding the origins of the differences in preferences for occupational prestige and wages is beyond the scope of this paper.
In what follows, we present a simple equilibrium model of equalizing differences where occupational prestige is interpreted as an amenity. The model predicts, in particular, lower wages in occupations with higher occupational prestige for a given skill level if individuals care about occupational prestige. Hence, if women derive higher utility from occupational prestige, women 7 Compare, for example, public perception of female police officers and male receptionists or parents' and especially fathers' negative reaction to boys playing with dolls (Eliot, 2009; Fine, 2010) .
will sort into lower paying but more prestigious occupations, resulting in a gender wage gap. 8 We then use a data set from Denmark to estimate a model of occupational choice in which the probability of expecting to work in an occupation depends on occupational characteristics and individual measures of socioeconomic background and ability. 9 Our estimates indicate, indeed, that women expect to work in occupations with higher occupational prestige and lower average wages than men.
To examine the importance of these gender differences in preferences for the predicted wage gap, we study the counterfactual question of how much the gender wage gap would change if women had men's preferences for occupational prestige and wages. We find that these preference differences can explain about half of the gender gap resulting from occupational segregation. Furthermore, the gender differences are greater for individuals from lower socioeconomic backgrounds and for individuals with lower ability, in line with an interpretation that the gender differences in preferences are related to gender roles, which tend to be less traditional in higher SES families and among individuals with higher ability.
8 Such sorting could also explain why daughters have a lower intergenerational correlation of socioeconomic status than sons (Bowles and Gintis 2002), and why parental income affects men's but not women's expectations of educational achievement when parental education is controlled for (Kleinjans 2010) . If more women opt for higher prestige but lower paying occupations than men, their wages have a lower correlation with parental income than men's.
9 In this paper, we cannot address gender wage differences resulting from differential sorting into firms within occupations (Blau, 2012) .
An Equilibrium Model of Wages and Occupational Prestige
In this section, we describe a simple equilibrium model of a labor market with occupational prestige. The objective of the model is to provide the formalization of the theory of equalizing differences (Rosen, 1986) as it regards the wage gap resulting from gender differences in preferences for occupational prestige (see also Hamermesh, 1999) . These gender differences lead to gender segregation in occupations, which are accompanied by prestige and wage differences.
We then show how this difference can be moderated by external factors, such as a worker's parental background, affecting occupational preferences.
There are two types of jobs, = 0,1, which correspond to an occupation with a low (0) and a high (1) exogenous level of occupational prestige. Workers' preferences are represented by the utility function ( , ), which is quasi-concave and increasing in , the level of consumption purchased by wages. Occupational prestige can be considered an amenity, which provides additional utility for a given level of consumption for job = 1: ( , 1) > ( , 0) for all . For each worker, there exists a unique ≥ 0 such ( + , 0) = ( , 1), which represents the compensating variation for job = 0 compared with = 1. As discussed in the introduction, women may have a stronger relative preference for occupations with higher occupational prestige. We interpret this gender difference as follows. Let = , denote gender and suppose uniquely solves ( + , 0) = ( , 1). Then > .
Using the above utility formulations, we can now derive the supply of workers. Suppose there is a set of workers with mass of one. Let ( ) and ( ) be the p.d.f. and c.d.f., respectively, corresponding to the distribution of workers' compensating variations, , for each gender = , . Assume genders have equal mass so that
. The gender differences in relative preferences over occupational prestige assumed above implies that:
Let Δ = 0 − 1 be the difference in wages across the two professions. Then worker 's occupational choice is = 0 if Δ > and = 1 otherwise. Note that any equilibrium with occupational segregation must have Δ > 0 since otherwise all workers would choose occupation = 1. Furthermore, we shall also assume that ( ) > 0 for all > 0 and some so that some workers (even with very small ) have sufficiently little preference for occupational prestige and that an arbitrarily small wage differential makes occupation = 0 more attractive.
The supply of workers for each occupation = 0,1 is then expressed as
The number of women and men in the market for occupation is 0 = 1 − 1 = (Δ ) and
To fully characterize the equilibrium we specify the demand side of the market. We assume that there are a set of employers that potentially hire in both occupations, = 0 or 1.
They differ, however, in the marginal products of each type of occupation. Formally, suppose each employer's output technology is represented by linear functions: = , where ≥ 0 is the number of workers hired in occupation and is the marginal product of labor for each occupation at a given employer. For instance, a hospital hires 1 nurses (high occupational prestige) and 0 janitors. Define ≡ 0 − 1 , which represents the relative marginal benefit of hiring in a low occupational prestige profession. We assume that each employer is characterized by its ∈ (−∞, +∞), whose distribution across employers is represented by the p.d.f. and c.d.f.
( ) and ( ). Employers hire in occupation = 0 if > Δ and = 1 otherwise. A necessary condition for some employers hiring in both occupations is that (0) < 1. Then, the demand for workers in each profession is expressed as
The equilibrium condition is that the market clears in each occupation so that = for = 0,1. Using (2) and (3), it is directly shown that any equilibrium wage differential Δ * must
. Workers are employed in both occupations as long as (Δ * ) ∈ (0,1/2) for some . By the condition on mentioned above, this is the case as long as Δ * > 0, which is implied by our assumption that (0) < 1.
We now establish that in equilibrium, there is gender segregation with a corresponding wage gap. Denote by the equilibrium level of employment for gender in occupation . The assumption on gender preference differences in (1) implies 0 < 0 and 1 > 1 , or that there is a greater portion of women (men) in the high (low) occupational prestige profession, = 1, than of men (women). The weighted wage differential across the population is
where the inequality holds because Δ * = 0 * − 1 * > 0 > 0 − 0 . Since the RHS of the above inequality is zero ( 0 + 1 = 1/2, both ), we have � * − � * < 0. Women earn less, on average, than men. This also implies that occupations with greater female shares have lower wages than those with greater male shares, in line with observed occupational pay differences (Blau, 2012) . 
The Gender Wage Gap in Denmark
In our empirical analysis, we use data from Denmark. Denmark is well-suited for our study because it has a gender wage gap that is similar to other countries and high levels of occupational segregation. At the same time, gender differences in labor force participation and part-time employment are relatively small, decreasing the importance of gender differences in expected labor force attachment for occupational choice. In what follows, we briefly describe these features.
The raw gender wage gap in Denmark is similar to many countries with about 16.4%. country to study occupational choice since differences in labor force attachment are smaller than in many other countries.
Source: Statistics Denmark.
Figure 1: Occupational Segregation by Gender in Denmark (full time employed), 2008
The gender gap in part-time work is also smaller in Denmark than in other countries. In 2010, 24.1% of women worked part-time versus 12.0% of men -in contrast, for example, to
Germany, where the share of women working part-time was 30.8% and that of men 8.4%. Since part time workers tend to receive lower (hourly) wages, the tradeoff between wages and occupational prestige is different for people expecting to work part time from those who do not.
As before, this makes Denmark a good country to study occupational choice since the smaller the gender gap the smaller is the potential impact of expected lower work hours. We come back to the role of preferences for short and flexible work hours for occupational choice in Section 5.
Data and Variables Used
We use a unique data set from Denmark that combines individual characteristics from survey and assessment data, occupational information drawn from population registries, and a measure of the occupational prestige of different occupations from a market research survey. A key advantage of this data set is that it allows us to distinguish the importance of occupational prestige from other correlated occupational and individual characteristics, such as wages and ability. Specifically, by using an exogenous source of occupational prestige we avoid the potential pitfall of endogeneity of expectations and occupational prestige.
We draw upon data from four sources, two of which come from the Danish PISA- 
Outcome Variable
Occupational choice is derived from answers to a question in the PISA follow-up survey.
Respondents were asked in which occupation they expect to work at age 30. Teenagers' expectations have been found to be predictive of outcomes (Fischhoff et al., 2000) and occupational expectations to be predictive for professionals (Schoon, 2001) . Moreover, in
Denmark the choice of occupation is closely related to educational choices, such as college major or type of educational training, mitigating the effect of the time difference between the age at the time of the survey and expected occupation. In addition, since occupational expectations reflect plans and intentions they are a good measure of the effect of occupational prestige and wages on occupational choice. 
Occupation-Specific Variables
The occupational prestige scores are drawn from the above-mentioned survey conducted by
Analyse Danmark. The occupational prestige of an occupation is measured as the mean score
given by the respondents of the survey. Because there are some (albeit small) differences in the scores by age of the respondents, we use the scores of the youngest respondent category (ages 18-29). We match the expected occupation at age 30 to these scored occupations and link them to the occupation-specific variables extracted from the registry data for the entire Danish population. Occupation-specific variables include median annual wages of fulltime workers and their standard deviation. 16 Wages are divided by 50,000 to allow a rough comparison to $10,000
US dollars. Table A1 in the appendix shows the descriptive statistics by occupation, and the data appendix gives more information on the sample selection and matching.
The standard deviation of wages is included to proxy for risk to rule out the possibility that we erroneously attribute the effect of gender differences in risk aversion to gender differences in preferences for wages and occupational prestige. Women have been found to be more risk averse than men (see, for example, Powell and Ansic, 1997; and Croson and Gneezy, 2009 , for experimental evidence) and studies have found that a small part of the gender pay gap can be explained by gender differences in attitudes towards economic risk (Le et al., 2011) .
Individual-Specific Variables
The PISA reading test score is used as an objective measure of ability and skill. We transform the score into dummy variables for quartiles, calling the lowest quartile "low ability" and the highest quartile "high ability". To control for socioeconomic status, we use parental income 16 Fulltime is defined as working 30 hours or more.
quartiles (labeled as before "low" if in the first quartile and "high" if in the highest) and parental education. For the latter, we use the highest education of the two parents, and label "low education" if it is vocational or below and "high" if one parent has a master degree (omitted level: short or medium, equivalent to an associate degree or higher but less than a master's degree).
We also include the answers to a question in the follow-up survey about which of the three attributes are considered most important in a job: shorter/ convenient work hours, "That it is challenging", or job safety (we exclude "don't know" and missing answers in the respective estimation). It is possible that women expect to work fewer hours than men, at least during child bearing years. If this is the case then it likely affects occupational choice since part-time workers are paid less because they work fewer hours but also because hourly wages tend to be lower in part time positions (Manning and Petrongolo, 2008) . We include these variables in a robustness check since it may be easier to work part time in occupations that have higher occupational prestige, for example, because they are in the public sector.
Descriptive Statistics
Table A2 in the appendix shows summary statistics by gender. In our working sample, women have 8.4% lower median wages in their expected occupation and 4.6% lower occupational prestige scores than men. As expected, wages and occupational prestige have a high correlation with 0.71. The joint distribution of wages and occupational prestige shows a pattern that is consistent with the hypothesis that women compared to men value occupational prestige relatively higher. Figure 2 shows a scatter plot of men's and women's occupational prestige and median hourly wages, including a fitted fractional polynomial curve. For any given wage, the predicted curve for women indicates a higher level of occupational prestige than for men. This comparison suggests that, for any wage, women's expected occupation tends to have higher occupational prestige. As a reference, Figure A1 in the appendix displays the distribution of wages sorted by occupational prestige for men and women combined; it also shows that there is no monotonic relationship between these two variables. 
The Effect of Occupational Prestige on Occupational Choice
To assess how gender differences in preferences for occupational prestige and wages affect occupational choice, we estimate a conditional logit model explained in the next subsection. We then discuss the baseline results, followed by an exploration of gender roles as an explanation of why wage and occupational prestige differently affect women's and men's choices of occupation, and potential additional explanations for our results.
Econometric Model
Since we are interested in the effect of occupation-specific characteristics on the likelihood of an occupation being chosen, we maximize the conditional likelihood with the following conditional probability (Greene 2003) :
, where j is the chosen occupation, and are the occupation-specific characteristics as well as interaction terms of occupation-and individual-specific characteristics, such as ability and the occupational prestige of an occupation. All models are estimated using robust standard errors.
For ease of exposition, we split the sample by gender and present odds ratios. To account for differences in preferences by SES and ability, we include interaction terms of parental income quartiles (1. and 4.), ability quartiles (1. and 4.), and highest parental education with wage and occupational prestige in some of the estimations.
There are two main potential identification issues: reverse causality and confounding variables. Reverse causality in this context could be caused by the share of women in an occupation affecting its occupational prestige, a hypothesis sometimes put forward in sociology.
There is, however, no evidence that this might be the case (see England, 1979; Magnusson, 2009 ). Indeed, according to the survey used in our analysis, mixed occupations (defined as having at least 20% of each gender in an occupation) have the highest occupational prestige.
Only three out of the top ten occupations have more extreme gender differences, two of which are overwhelmingly male (pilots and civil engineers) and one female (midwives). Note that since our occupational prestige measures comes from a different survey there is no concern about justifiability bias with individuals giving higher occupational prestige to desired occupations.
Confounding variables are the variables that affect preferences for occupational prestige and wages and occupational choice but are omitted from our empirical model. Two potentially important factors are preferences over risk and work hours. The latter would change the trade-off between wages and occupational prestige since wages are lower for shorter work hours while occupational prestige may not be affected by the number of hours worked. Likewise, the coefficients on wages and occupational prestige could reflect differences in risk aversion if occupations with lower occupational prestige have different risk levels, for example, because prestigious occupations tend to be in the public service. However, we control for these variables by including the standard deviation of wages of an occupation as a measure of risk, and a preference for short/ convenient work hours in a robustness check. The remaining potentially (and likely) confounding variable is the effect of gender roles, which we discuss below in detail.
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17 One issue we cannot address in this paper is the role of the marriage market. There is evidence for positive assortative mating by education but not by income (Bruze, Svarer, and Weiss, 2012) . Hence, occupational choice might be affected by expectations about a future spouse's income and occupational prestige.
Baseline Results and Discussion
The results of our baseline estimation are presented in Table 1 . Columns (1) and (3) show the odds ratios when only wage and its standard deviation are included as explanatory variables.
Occupations with higher wage are more likely to be chosen. Women and men prefer occupations with lower standard deviations of wages -women more so than men, in line with previous findings that women are more risk averse. (2) and (4) show the results with occupational prestige added to the specification. The results show that women place more weight on occupational prestige and less on wages compared to men. These differences are statistically and economically significant. A one unit increase in occupational prestige (about two thirds of a standard deviation, and the equivalent of moving in terms of occupational prestige from a physiotherapist to a police officer) increases women's probability of choosing an occupation 1.24 times and men's 1.16 times. The gender differences in the effects of wages and its standard deviation are not much affected by the inclusion of these two variables though now for women wage becomes not statistically significant. 18 Based on the second specification, comparing women's predicted wages with the counterfactual prediction that women have men's preferences for occupational prestige and wages, we find that about half of the predicted 8.4% wage gap can be explained by the gender differences in the effects of wages and occupational prestige on occupational choice. (Note that we assume at this point that there is no gender wage gap within occupations; we discuss this issue in more detail in section 5.4.)
To investigate the robustness of the results presented in Table 1 18 This non-effect disappears once a more complete specification is used. While this lack of importance of wages for women's occupational expectations in this baseline regression at first might seem surprising, this is in line with previous findings that compared to non-pecuniary factors earnings have only small effects on postsecondary choice of major, especially for women (Zafar, forthcoming; Wiswall and Zafar, 2011) .
Are Gender Differences in Preferences for Occupational Prestige the Result of Gender

Roles?
One of the explanations for occupational segregation put forward is the influence of gender role socialization on educational and occupational choices (see, e.g., Eccles, 1994) . Occupational choices are influenced by one's socioeconomic background and ability (Turner and Bowen, 1999) , and parental income and parental education affect girl's and boy's educational expectations differently (Kleinjans, 2010) . Gender roles are more traditional in lower SES families (Dryler, 1998) and for lower ability individuals (Ahrens and O'Brien, 1996; Fassinger, 1990) , and parents' approval is an important determinant for children's occupational and collegemajor choice (Jacobs, Chhin, and Blecker, 2006; Zafar, forthcoming) . This is supported by the high degree of occupational segregation of low-ability individuals in our data: The majority of occupations (79%) in which individuals with low ability expect to work require vocational training or less, and these occupations are highly segregated by gender with 74% of occupations having 75% or more workers of one gender compared to 21% of occupations requiring a master degree. If the importance of occupational prestige and wages for occupational choice is related to gender roles, then we would expect gender differences to be most pronounced for low SES and low ability individuals.
To test this hypothesis, we include interaction terms between ability (measured by a dummy for the lowest quartile and one for the highest quartile) as well as by SES (measured by parental income quartiles and highest parental education) with wage and occupational prestige variables (see Table 2 ). 19 The results support the hypotheses, showing the greatest gender 19 We do not show the specification including all three measures since cell sizes become rather small for meaningful inference.
differences for low ability and low SES individuals, with ability as the most important factor.
Women with low ability (or whose parents have low levels of education) choose occupations with lower wages and higher occupational prestige than similar men. The counterfactual predicted wages for either specification, assuming that women had men's preferences for occupational prestige and wages (but their own ability or SES distribution) are similar to the one from our baseline with the standard deviation of wages included, and as expected there is a greater closing of the wage gap for women with lower ability or lower SES. Figure 3 shows the resulting changes in predicted probabilities for the specification including ability interactions, with occupations sorted by occupational prestige. As expected given the gender differences in odds ratios, women's expected occupations change significantly.
Gender role attitudes are transmitted from parents to children. Farre and Vella (2013) have investigated the effects of this transmission on female labor force participation. They find that for daughters, this transmission operates primarily through education, while sons with more traditional views are more likely to marry women with less labor market attachment. To investigate the role of parental attitude, we constructed dummies for a low, medium, or high share of women in the mother's and the father's occupation and included those interacted with wage and occupational prestige in the baseline regression including the standard deviation of wages (results not shown). While this asks a lot of our data given the number of interactions with occupational prestige and wage, we find, in line with Farre and Vella's findings, that if there are less than one third of women in the father's occupation then men put less weight on occupational prestige and women put less weight on wages. F a r m a s s is t a n t S a le s a s s is t a n t K it c h e n a s s is t a n t P r e s c h o o l t e a c h e r a s s is ta n t 
Additional Explanations Preferences for Shorter and More Flexible Work Hours
To assess whether our results are driven by women preferring work with shorter or more flexible work hours -which may lead to lower expected wages -we reestimated our model using answers to a question in the survey about preferences for work attributes (see the data section for more detail), which included the option of shorter/ convenient work hours. While we found gender differences in the interaction terms of wage risk and wages (women are willing to give up more wage in exchange for lower risk), 20 there was no statistically significant effect for either gender for any of the interactions with short/convenient work hours (results not shown). We conclude from this that there is no evidence that gender differences in preferences for work hours affect our results.
The Role of Choice Set Restrictions through Educational Requirements
So far, we have assumed that all occupations are in individual choice sets. It is possible, however, that certain occupations requiring higher education might be excluded as potential options by those who do not fulfill minimum requirements. To rule out that our findings are the result of not taking this into account, we re-estimated the model without those who do not have a 20 This could also explain why more women than men in Denmark work in the public sector. While as of 2008, public sector jobs in Denmark do not offer more generous benefits or shorter work hours than jobs in the private sector (Westergaard-Nielsen, 2008) they are still safer. The other facet of public sector employment is that occupations with higher occupational prestige are more likely to be in the public sector because of their higher social contributions.
high school degree since many occupations are not available to them because of educational requirements (results not shown). 21 Doing this reduced the sample size considerably, but the results and predictions from the model including parental SES and ability are qualitatively similar to our earlier results,. Counterfactual predictions (using the specification including ability) show greater average wages for women than for men.
The Gender Wage Gap Within Occupations
So far, we have assumed that women and men in the same occupation expect to receive the same wage. However, this might not be the case, even though a Danish anti-discrimination law makes it illegal to pay different wages for identical work.
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In a recent report, the Danish Wage Commission estimates an unexplained gender wage gap of 7.1% (Lønkommissionen, 2010) . 23 To investigate whether our results are related to women expecting to earn lower wages, we assumed that women expect to receive 7.1% lower wages than the wages used so far. The results of the estimation are qualitatively similar (not shown). As expected, since women's wages are lower compared to before, the counterfactual prediction (using the specification including ability) shows less of a closing of the wage gap, which is now reduced by one third overall, and more so for women's at the lowest ability quartile, where the gap is reduced by 52%. 21 The sample of only those without a high school degree and only occupations not requiring a high school degree was too small for a meaningful analysis. 22 See https://www.retsinformation.dk/Forms/R0710.aspx?id=121176 (accessed 10/9/13). 23 This controls for education, experience, sector, industry, work responsibilities, living alone, number of children, and living in the Copenhagen area.
Summary
Our estimates show that differences in preferences for occupational prestige and wages can explain about half of the gender wage gap of 8.4% resulting from occupational segregation in our sample. This effect is particularly strong for individuals with low ability or from low-SES backgrounds, which we interpret as supportive evidence for gender roles as the basis for the gender differences in preferences. Gender differences in risk aversion as measured by the standard deviation of wages affect the gender wage gap, but we do not find evidence for gender differences in preferences for shorter or more convenient work hours. Our results are robust to choice set restrictions through the lack of educational attainment and to lower wages expected by women.
Conclusions
Despite women's increased educational achievement, women and men often work in different occupations. This occupational segregation can explain up to one half of the raw gender wage gap, but it is not well understood why such segregation persists. In this paper, we investigate an explanation that is based on job attributes, and more precisely, the idea that women place more weight on the occupational prestige of an occupation than men. Women have been found to value an occupation's social contribution more than men, which we proxy with the occupational prestige of an occupation. If occupational prestige gives benefits to holders of occupations, and if these benefits vary by gender, differences in occupational choices can be partly explained by these differences in preferences.
To investigate this hypothesis, we use a Danish data set that includes rich information on individuals' expected occupations, ability, and parental background, and on occupational characteristics. The raw data shows a clear difference in the occupational prestige of expected occupations by gender -at the same wages, women's expected occupations have higher occupational prestige.
We find that women expect to work in occupations with higher occupational prestige and lower median wages than men. This is consistent with the hypothesis that part of the gender wage gap can be explained by the occupational segregation caused by women's stronger preference for occupational prestige -these occupations with higher occupational prestige have, in an equilibrium setting in a competitive labor market, lower wages. We find that gender differences in preferences for occupational prestige and wages are the highest for low ability and low SES individuals, which is in line with the hypothesis that these preferences are affected or maybe even caused by the perception of gender roles. Counterfactual predictions show that a significant part (up to one half) of the gender wage gap can be explained by these preference differences. We conclude from this that an important fraction of the gender wage gap results from different choices that women and men make that are based on differences in preferences for wages and occupational prestige. While we are not able to identify the origin of these gender differences, we find evidence in line with the hypothesis of gender roles as a potential source. If this is indeed the case, then gender differences in preferences for occupational prestige can help us understand the transmission mechanism from gender roles to different occupational choices and, as a result, gender differences in wages. occupations in the occupational prestige survey. In total, we are able to match 74 occupations.
DATA APPENDIX
Sample Selection
Dropped and retained men do not differ in terms of ability. Retained women have slightly lower ability than those dropped (see Table A4 ).
Linking Expected Occupations to Occupation-Specific Variables
We link occupation-specific variables from the Danish registry to the expected occupations that were successfully matched to the occupational prestige survey with the four digit DISCO code, the official Danish version of the International Standard Classification of Occupations (ISCO) by the International Labour Organisation. This is generally straightforward though in 16 cases we are not able to distinguish occupations in the DISCO classification, implying that these occupations are coded with the same occupation-specific characteristics. This applies to 306 individuals. Another side of this issue is that occupations from the occupational prestige survey often share DISCO codes with occupations not in the survey, which are in some cases quite different. This is, for instance, the case with fashion designers, who share a DISCO code with decorators, interior architects, and other types of designers. There are also two occupations (researcher in a private company and politician) that could not be matched to a DISCO code. I n d u s t r i a l b u t c h e r F a r m a s s i s t a n t S a l e s a s s i s t a n t K i t c h e n a s s i s t a n t P r e s c h o o l t e a c h e r a s s i s t a n t F l i g h t a t t e n d a n t J o i n e r / c a b in e t -m a k e r G a r d e n e r T e a c h e r A l t e r n a t iv e h e a lt h t h e r a p i s t O f f ic e c le r k D e n t a l a s s i s t a n t C a r p e n t e r E l e c t r i c i a n B a n k e m p lo y e e I n s u r a n c e a g e n t 
